Considerable prior research has shown that the majority of older Americans with career employment do not exit the labor force directly from that career job. Rather, most move first to another job late in life, before complete labor force withdrawal. These intermediate jobs have been labeled "bridge jobs" because they are assumed to be a bridge to complete retirement.
Introduction
One well-documented finding from the retirement literature is that the majority of older Americans with career employment change jobs at least once prior to leaving the labor force.
These jobs that follow full-time career employment and precede complete labor force withdrawal are known as bridge jobs. The prevalence of bridge jobs depends in part on the definitions of career employment and retirement. When we define a full-time career job as one that consists of 1,600 or more hours per year and 10 or more years of tenure and retirement as complete labor force withdrawal, we estimate that between one half and 60 percent of older career workers in America utilize a bridge job on the way out of the labor force, and that a sizeable minority, some 15 percent, reenter the labor force after an initial exit. 1 A criticism of this approach to estimating the prevalence of bridge job employment, in which all jobs following career employment are classified as bridges to retirement, is that some job transitions that follow career employment may simply be extensions of an individual's career, albeit with a different employer, rather than a retirement transition per se. The argument is that some job changes later in life may reflect the decisions of workers of all ages in a dynamic labor market. If so, the prevalence of bridge job activity, and gradual retirement generally, may be overstated.
The research reported in this article investigates this hypothesis through a variety of sensitivity analyses regarding bridge job employment. In particular, we estimate the extent to which individuals change occupations when they take on a bridge job or switch from full-time to part-time employment. Individuals who leave career jobs and change occupations later in life or who switch to part-time work are unlikely to be continuing career employment. Even if they move to part-time work on the same job (a relatively uncommon occurrence), the transition may Draft: 12/14/15 Preliminary Do Not Quote without Permission -2 - well be the early stages of a retirement transition. The types of occupational changes that people make are also important. We analyze whether occupational changes-and, therefore, retirement transitions via bridge jobs-are equally common across all types of workers, or if they are more likely to be observed in certain subsets, such as white-collar or blue-collar workers. Finally, those who leave career employment for full-time jobs in the same (2-digit) occupation are examined to see if they more resemble individuals who remain working in career employment until retirement or other individuals who changed jobs. If they resemble the latter group an argument could be made that even these transitions, or a sizable number of them, are likely to be associated with retirement transitions rather than extensions of career employment.
The analysis is based on a set of respondents from the Health and Retirement Study (HRS), a nationally-representative dataset of 12,652 older Americans aged 51 to 61 in 1992, and their spouses. The HRS is a longitudinal survey with follow-up interviews conducted every other year from 1992 to 2014. Each interview, or "wave," is a rich source of information on, among other things, respondents' current demographic characteristics and economic standing, including work status, pension and health insurance status, wages, and wealth. For the purposes of this analysis, we concentrate on a subset of HRS respondents who were on a full-time career job at the time of the first interview.
The next section briefly summarizes the literature on bridge jobs, with an emphasis on bridge job prevalence. 2 The third section describes the dataset used for this study, the HRS, and the methodology, and the last section presents the research findings and summarizes what we have learned.
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II. Background
The bridge job literature extends back to the late 1960s and 1970s. Joseph Quinn, Richard Burkhauser, and Daniel Meyers summarized the retirement literature from the 1970s and 1980s and concluded that retirement is not a one-time, permanent event for many older Americans. 3 Rather, for many, retirement should be viewed as a process: from career employment to one or more bridge jobs and then to permanent withdrawal from the labor force (and sometimes back to work again). In a pioneering article, Christopher Ruhm examined data from the Retirement History Survey (the RHS, the predecessor to the HRS), a longitudinal dataset of older American men and unmarried women aged 58 to 63 in 1969 who were then interviewed every two years through 1979. 4 Ruhm found that the majority of older career workers in the RHS changed jobs or exited and re-entered the labor force following career employment, where "career" was defined as the longest spell of employment with a single firm. Alan Gustman and Thomas Steinmeier also found that the prevalence of partial retirement was substantial, with one-in-four older workers found to have partially retired from the main job they held at age 55. 5 More recent data from the ongoing Health and Retirement Study (HRS) confirm that retirement transitions are very diverse and that the stereotypical one-time permanent retirement is the exception rather than the rule. Joseph Quinn examined bridge job prevalence using the first three waves of the HRS, spanning 1992 through 1996. 6 Using the 10-year, 1,600 hours-per-year definition of a full-time career job and the experiences of just those who had left career jobs by 1996, he predicted that, at a minimum, between one third and one half of older career workers would move to a bridge job prior to complete labor force withdrawal. Kevin Cahill, Michael Giandrea, and Joseph Quinn extended the analysis with 10 years of HRS data, through 2002.
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With 6 more years of data and many more observable transitions from full-time career A somewhat larger level of bridge job prevalence was found among younger cohorts of HRS respondents-those aged 51 to 56 years old in 1998 known as the "War Babies" and those aged 51 to 56 years old in 2004 known as the "Early Boomers." 8 The higher prevalence of bridge employment among the younger cohorts is due in part to the fact that the observed prevalence is based on respondents who transitioned from career employment at relatively younger ages.
Those still on their career jobs will likely have lower rates of bridge employment relative to those who made the transition already, thereby lowering the eventual overall prevalence of bridge employment among the younger cohorts. The most recent evidence on bridge job prevalence confirms that this is indeed the case for the War Babies. Similar levels of bridge job prevalence as those among the initial set of HRS respondents have been observed in non-HRS data. Jan Mutchler, Jeffrey Burr, Amy Pienta, and Michael
Massagli examined "blurred" versus "crisp" exits from the labor force among older workers using the Survey of Income and Program Participation. 10 "Blurred" exits consisted of multiple employment transitions whereas "crisp" exits were one-time single transitions out of the labor force. Mutchler et al. found waves, approximately one in ten reduced hours with the same employer while two in ten changed employers. 12 The remainder who left full-time employment were not working in the next wave.
Kantarci and van Soest also concluded that the prevalence of phased retirement in the United
States is limited in part because requests for reduced hours arrangements are subject to the approval of the worker's current employer. 13 Further, the mobility of the U.S. workforce makes partial retirement a viable option for many.
One important conclusion from these studies on transitional retirement is that the majority of older Americans with career employment exit the labor force gradually, sometimes in the form of phased retirement with the same employer or, much more likely, partial retirement with a new employer, via a bridge job. This article asks if the extent of bridge job employment as a retirement transition is exaggerated if occupational status is not taken into account. In particular, to what extent are bridge job transitions ones in which an individual merely moves from a longterm career job to another job in the same field, a transition that could be interpreted as an extension of career employment, albeit with a new employer, rather than a transition towards retirement?
Ruhm addressed this issue with data from the Retirement History Survey, which took place from 1969 to 1979, and found that one third of respondents who switched jobs following career employment had remained in the same one-digit Standard Industrial Classification industry or occupation as their career jobs, but that only one in nine respondents had remained in the same industry and occupation as their career job. 14 Ruhm's findings suggest that, for most career workers, bridge job employment is not an extension of a prior career. 
III. Data and Methods
The data for this study come from the Health and Retirement Study (HRS), a longitudinal nationally-representative survey of older Americans. 16 The sample used here utilizes the first cohort of HRS respondents, aged 51 to 61 in 1992, and their spouses, known as the HRS Core. Finally, restricting the sample to age-eligible respondents yields 2,649 men and 1,791 women, or 45 percent and 26 percent of men and women, respectively.
IV. Results

Bridge Job Prevalence
A cross sectional description of the labor force status of selected respondents at the time of each interview is presented in Table 2 . By construction, 100 percent of the sample was on a full- About 16 percent of the men and 12 percent of the women were working on another job and more than 80 percent were out of the labor force. The cross sectional data in Table 2 show that while many respondents leave their full-time career job and the labor force at the same time, The cross sectional results in Table 2 present a lower bound for the degree of bridge job activity because many people classified as not in the labor force, especially in later waves, may have had a bridge job prior to their exit. Therefore, the next step is to use the longitudinal nature of the HRS to construct the work histories of each respondent who held a full-time career job in 1992 and examine how they left the labor force (Table 3) . Of those who participated in the 2014 survey and had left a career job, 63 percent of men and women had taken a bridge job or exited and later reentered, and the majority of the bridge jobs taken were part time. For respondents who had left the HRS prior to 2014, either due to death or failure to conduct a follow-up survey, and who had an observed transition from the 1992 career job, 66 percent of the men and women
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Changes in Occupation and Switches to Part-time Status
The key question for this paper is whether these transitional jobs are distinct from the respondents' career jobs; that is, are they truly bridges to retirement or just another job change, perhaps among many, in a respondent's career. In Tables 4a (men) and 4b (women), we describe the labor market transitions of our sample of those with full-time career jobs in 1992, with additional information on occupational changes. Among the men, we observed no transition from the 1992 job for many-2 percent were still on that full-time career job in 2014 and 21 percent were last observed on that career job, and then disappeared from the HRS sample. Another 26 percent of men exited the labor force directly from the FTC job and either were still out in 2014 (18 percent), or were last observed out (8 percent) before disappearing from the sample.
Transition status could not be determined for 4 percent of men. Analogous percentages among the FTC women (Table 4b) were similar-18 percent were last observed still on their 1992 FTC job, 31 percent moved directly out of the labor force, and we could not discern transition status for another 4 percent. For approximately half of our sample, then, complete work histories are not available, limiting the extent to which we can learn about bridge job transitions from these respondents.
But from the other half of the sample (1,221 men and 818 women) who first transitioned to a bridge job or who left the labor force from their FTC job but later re-entered, we can observe occupational change. Tables 4a and 4b show the fraction of respondents who experienced a change in 2-digit occupation at the time of their first transition (col. 4), and the percentage who either changed occupation or dropped to part-time status, or both (col. 6). We argue that these
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-10 -types of transitions-those that involve occupational change and/or reductions in hours to parttime status-should not be considered just extensions of one's career, but rather, at these ages, are likely to be transitions to retirement.
Among those who moved from career employment to a bridge job, 20 44 percent of the men and 36 percent of the women changed their 2-digit occupation (tables 4a and 4b, col. 4).
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Changes in occupation were even more common among those who exited the labor force for at least two years before re-entering and taking a bridge job (also col. 4). Nearly 70 percent of the men and about 60 percent of the women who retired and then re-entered the labor force changed occupations when they returned. When these two groups are combined (the large number who moved from a full-time career job to a bridge job, and the much smaller number who retired and reentered), 48 percent of the men and 39 percent of the women changed 2-digit occupation (col.
4, last row).
When switches to part-time status are added to occupational changes (one, the other, or both), 71 percent of the men and 74 percent of the women experienced either a change in 2-digit occupation and/or a switch from full-time to part-time status when they moved directly to a bridge job (col. 6). When these respondents and those who exited and returned are combined, 73 percent of the men and 74 percent of the women (col. 6, last row) changed 2-digit occupation and/or switched to part-time status. Further, when all transitions are considered, not just the first one, about 80 percent of the men and women experienced at least one job change following career employment that entailed a change in occupation and/or a switch to part-time status. We conclude that, for the vast majority of HRS respondents who left a full-time career job for a bridge job, their transitions do not appear to be extensions of career employment. Rather, most of these job changes appear to be transitions toward retirement.
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The 17 (2-digit) occupational codes used in tables 4a and 4b could mask certain transitions toward retirement. On the one hand, some transitions within a 2-digit code might be to a different job, such as from a change from a financial manager to education administrator, both of which are classified as management occupations. On the other hand, the 17 (2-digit) occupational codes might be overly restrictive and some respondents might continue to be in a similar career but list the new job under a different, related occupational code. For example, a change in occupation from Managerial Specialty Operations to Professional Specialty Operations might not be meaningful enough to classify the change as a definitive retirement transition. To address this potential weakness, the 17 occupation codes were grouped into four categories: (1) white collar, highly skilled; (2) white collar, other; (3) blue collar, highly skilled; and (4) blue collar, other.
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Using these more aggregated occupation classifications, tables 5a and 5b show that the overall fraction of men who changed occupations when they changed jobs (on the first transition) is reduced from 48 to 34 percent (table 5a, col. 4, bottom row). For women, the reduction is from 39 to 30 percent (table 5b) . When switches to part-time status are also taken into account, the fraction with either a change in occupation or switch to part-time status is reduced from 73 to 66 percent among men and from 74 to 70 percent among women (col. 6, bottom row). When all job changes are considered, the percentages of men and women who change occupation are about five percentage points lower than those based on the 2-digit occupation classifications (cols. 10, bottom row). Therefore, even when the aggregated 4-way occupational groupings are used, the large majority (over three-quarters) of HRS respondents who changed jobs also changed occupations or switched to part-time status. 
Types of Occupational Changes and Reasons for Changing Jobs
One notable finding regarding these occupational changes is that they occur for all types of workers. Among men, the fraction of career workers who remained in the same broad 4-way occupation when making their first transition ranged from 52 percent among "white collar, other" workers to 72 percent among "blue collar, other" workers (table 6a) . Among women, these percentages ranged from 53 percent ("blue collar, highly skilled") to 82 percent ("blue collar, other"). In other words, even using these very broad occupational categories, between 28 and 48 percent of the men and between 18 and 47 percent of the women changed occupations when leaving their career jobs. A sizable minority of white collar workers moved into blue collar occupations, and vice versa. For example, 22 percent of 614 white collar workers in table 6a moved into blue collar occupations and 14 percent of 567 blue collar workers moved into white collar occupations. Among women (table 6b), the transitions from white collar to blue collar were less likely (13 percent), but the changes from blue collar to white collar were more common (15 percent) than for men. Altogether, 34 percent of the men and 29 percent of the women moved from one of the 4-way categories to another when they moved to a bridge job.
The results thus far indicate that the large majority of older career workers who made a transition either take on a different 2-digit occupation and/or switch to part-time status. These types of switches late in the work life are consistent with transitions to retirement. What about the remaining career workers who moved to full-time jobs in the same occupation? Are these job changes necessarily extensions of career employment? We examined the reasons for leaving career employment for those who changed occupations or switched to part-time status and for those who had no change in occupation and continued to work full time (table 7) .
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Economic and Demographic Characteristics by Type of Transition
The descriptive statistics above indicate that many career workers who changed jobs later in life, but remained full time within the same general occupation, may have still done so as part of a transition to retirement. Another way to examine the extent to which this may be true is to compare the demographic and economic characteristics of these respondents with: (1) those who did change occupations or switched to part-time status; (2) those who were last observed working on a full-time career job; and (3) (Tables 8a and 8b) . Respondents who took fulltime bridge jobs without a change in occupation (col. 2) also had self-reported health status similar to other respondents who took bridge jobs (col. 3). Their self-reported health status was also better than those who were last observed working on a full-time career job (col. 1), though the lower health ratings for the latter might be due to the fact that some of them may not have had a follow-up interview because of their poor health status when last observed. Those who did not change occupations or switch to part-time status resembled those who did with respect to their spouse's employment status and their spouse's health status, for both men and women.
Regardless of the individual's decision to change occupations or reduce hours, a common thread for all those who change jobs is that about one half have working spouses and at least 8 out of 10 who are married have a spouse in good, very good, or excellent health. Therefore, those who took a full-time bridge job without a change in occupation appear to be more like other workers who took bridge jobs than they do those who remained on their full-time career job.
Regarding the economic characteristics, about one third of the men who changed jobs and continued to work full time in the same occupation (table 9a, In contrast to men, the differences in economic characteristics among women for the two groups of bridge job workers were notable with respect to occupation and pension status (table   9b) . Women who changed jobs but not occupations and who remained full time were less likely to be in white-collar, highly skilled careers compared with other women who changed jobs (30 percent compared with 37 percent), and were more likely to not have a pension on their career job (48% compared with 41%). One similarity with the men, however, is that women who switched jobs but remained working full time in the same occupation had lower levels of wealth and were less likely to own a home compared with those who changed occupations or switched to part-time status. Among HRS career women, the evidence suggests that a less desirable career job or financial necessity could be driving a change to a full time job within the same occupation.
Multivariate Analysis of Job Transitions
To build upon the descriptive findings and to determine whether the key associations identified in the previous section remain in a multivariate setting, we estimate a multinomial logistic regression model of the decision to leave career employment. The model consists of a 4-way outcome variable, defined as follows: (1) The first finding of note is that age is a strong determinant of whether a bridge job is taken, with or without a change in occupation (tables 10a and 10b). For example, the probability of women aged 60-61 taking a bridge job with a change in occupation or switch to part-time status was just 60 percent that of women aged 51 to 54 at the time of transition. For both men and women, being in fair or poor health, relative to being in good health, reduced the probability of taking a bridge job with a change in occupation or reduction to part-time status, while being in excellent or very good health increased it. Also for both men and women, having a pension on the full-time career job, especially a defined-benefit pension, significantly reduced the probability of taking a bridge job, particularly for bridge jobs without a change in occupation or reduction to part-time status.
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The results of the multivariate analysis suggests that several key determinants of retirement transitions, such as age, health status, pension status, and self-employment status are strong predictors of bridge job transitions, regardless of occupational status changes, but that other determinants, such as educational attainment and health insurance status (men only), are: a) predictors of making a bridge job transition that have a change in occupation or switch to parttime status, and b) not particularly strong predictors of making a bridge job transition without a change in occupation and switch to part-time status. While the lack of significance among the latter group is likely influenced by its relatively small sample size, the results indicate that there
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-17 -is no clear cut, straightforward way to distinguish the group of career workers who change jobs later in life but who do not change occupations and who remain working full time. Some may be changing jobs as a first step in the retirement process while others are continuing career employment, albeit with a different employer. What is clear, however, is that the large majority of bridge job workers-around 80 percent-experienced either a change in occupation or a switch to part-time status following career employment. For these workers, job changes later in life do indeed appear to be transitions to retirement.
V. Conclusion
One criticism of the bridge job literature, and the retirement transition literature more generally, is that it might be misleading to portray all job changes following career employment as steps in the retirement process. Rather, some job changes among older workers might simply reflect the decisions in a dynamic labor force in which individuals change jobs frequently over the course of their lifetime. This view implies that some of the transitions that are characterized as bridges to retirement might just be extensions of career employment, albeit with a different employer. One such example is that of a college professor who changes institutions later in life but remains a full time academic. This type of job change later in life is not a bridge to retirement, but rather an extension of the professor's teaching and research career. This paper attempts to address this issue.
Data from the Health and Retirement Study from 1992 through 2014 reveal that, among those respondents who were on a career job at the time of the first interview and who later changed jobs, 48 percent of the men and 39 percent of the women also changed occupations, using 2-digit occupation codes. Further, about 8 out of 10 career workers either moved to a job in a different occupation or switched to part-time status following career employment. Frequent
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Finally, the remaining one fifth of career workers who changed jobs later in life but who remained working full time and did not change occupation, as a whole, resemble other career workers who made a job transition later in life, rather than those who remained working on their careers.
Labeling all departures from career jobs to other jobs late in life as transition stages en route to retirement results on an overstatement of the bridge job phenomenon, but this research suggests that the overstatement is modest one. The vast majority of bridge jobs do appear to be stepping stones to retirement. When bridge job prevalence is combined with other forms of gradual retirement, such as phased retirement-a reduction in hours in career employment -it is clear that retirement is indeed a process, not a one-time event, for the majority of older Americans. 17 An examination of the full-time career definition reveals that minor changes in the tenure or hours requirements do not lead to substantial changes in the fraction of respondents who are considered to be on a career job in 1992. For example, reducing the tenure requirement to as low as five years (what would be a very short career) leads to just a 5 percentage point increase in the percentage of men with a career job. Similarly, when tenure is increased to 20 years (almost certainly an overly stringent career definition) more than 40 percent of the men and 25 percent of the women working in 1992 still meet the full-time career definition. The fraction of respondents on a career job is even less sensitive to changes in the hours requirement than it is to changes in the tenure requirement. A reduction in hours from 1,600 to 1,000 hours increases the fraction of male respondents who were on a career job in 1992 from 73 percent of those who were working to just 76 percent. For women, the increase is from 61 percent to 70 percent. In short, the 10-year, 1,600 hours per year criteria for a full-time career job can be considered reasonable for the purposes of analyzing any bridge jobs that may follow them. Note: Occupational status of the first transition could not be determined for six (6) respondents who took bridge jobs and for one (1) respondent who reentered. Twelve (12) respondents were known to have moved to a bridge job but further transitions could not be determined.
Transitions from Career to Bridge Jobs Note: Occupational status of the first transition could not be determined for six (6) respondents who took bridge jobs and for one (1) Source: Authors' calculations based on the Health and Retirement Study.
[2] Based on all bridge jobs if multiple bridge jobs are observed.
[1] Status prior to transition for respondents last observed on a FTC job is measured as of the most recent wave of data available (e.g., Wave 12 (2014) for respondents on a FTC job in Wave 12). [2] Based on all bridge jobs if multiple bridge jobs are observed.
[1] The following controls (not shown) are also included in the regression: ethnicity, presence of dependent child, wage, wage squared, wealth, wealth squared, and region.
Source: Authors' calculations based on data from the Health and Retirement Study. Table 10a Relative ------------------------
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Source: Authors' calculations based on data from the Health and Retirement Study. [2] Based on all bridge jobs if multiple bridge jobs are observed. 
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